Starting a new Jigsaw

"People are like puzzles, they take time and patience to understand" is a quote | heard many years
ago and has stuck with me throughout my HR career. This is how | feel about my newrole.

Leaping from a Human Resources (HR) management postinto the world of Organisational
Development (OD) has been awhirlwind | did not expect. This blog helps me toreflect on the last
6months of the new role. Having 15 years generalist experience, at avariety of levels, inafew
different counties, | thought my skills set and knowledge was well prepared forthe jumpinto OD.
The move from private sectortothe huge publicbody that isthe NHS has been a culture shock,
some of it great, some of it frustratingand some generally confusing.

My new role withinthe NHS, is not only new to me, but also to the whole NHS (UK Wide). lam part
of a new pioneeringteam thatis taking on the command-and-control culture within Hywel Dda
Health board and striving to make it a better place to be and have more good days at work. A very
sharp eye and expectations from the board has been set, with “all eyeson my team” to create a
seismicshiftin culture tofix atired, broken system as well as restore faith trust and wellbeing
amongst staff who have worked tirelessly thought-out the pandemic. My roleisan Assistant
Organisational Development Relationship Manager.



There are some great aspects to thisteam, such as we are from different generational
background[1]. Whilstthisisa great positive fordiversity of thought, |am the youngestinthe
team and classed as a Millennial, whereas the rest of the team are Gen x and Baby boomers. Whilst
we all get alongas people very well, | have found the lack of digital literacy between myself and the
rest of the team really challenging. Whilstrecognisingthis as a generational difference, it does
mean that a large proportion of digital workloads was initially passed to me, as | was the quickand
easy optiontoget things done, such as presentations. | often getfrustratedinternally and this often
showsin a passive aggressive manner withinthe team. Whist no one has spokento me aboutit, |

know that this part of my role frustrated me and makes me feel likei am doing more work that the
restof the team.

How does it really feel?
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| was nervous starting with the team who were all new, all at senior managerlevel with no direct
reports. Our roleswere not carved out before us and | have the exciting opportunity to make my
mark inthe NHS but there is definitely a pressure on ourteam to perform. However, | had
reservations coming from such astrong operational background to astrategicrole and that would |
alsoget lostinthe sheersize of the organisation with 14,300 employees [1] ?(Jan 2022).

Theroleitself has beenaroller coaster of emotions. | have come from aninnovative forward-
thinking team, who switched to digital solutions during 2020 due to the Welsh government guidance
of work from home. [2]3 Initially | thought that all companies would have invested in the digital
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literacy of staff as homeworkingis now becomingthe norm within ourorganisationandisnotlonga
short-term solution. | felt frustration overthis, and that people had not taken control of theirown
learning and self-taught orbecome solution focussed in developing thesesskills.

Due to my nature, | always seemto end up collating presentations, setting up digital platforms,
running the digital tech in the back of presentation. Whilst this makes me feell have found my place
inthe teamand know | am making the difference; | also feel that othersinthe teamare not
developingtheirown skills, and thisis holding back the team. It also means | pick up additional work,
| was not able to operate at my bestlevel aswe mustuse the basicplatformsforeveryonetobe
ableto use. Ifelt] needed some support, so | raised thisasan issue during my action learning [3] *set
that | am a member of.

| do believe | am self aware of my abilities but alsoworry thatif i am not involvedin everythingiam
not doing my full job.

It feltlike the rest of the team were notfully compete in theirabilities and | got frustrated with this
as it impacted on my own processes, systems | have to organise and stay on top of work. | think my
frustration was notas articulated as | would have liked.

| have been able to show my Digital skills off which has helped the teamin setting up platforms,
workstreams and templates. | have still be respectful to the team and don't believel have upsetany
of them. I thinkthe issue is notresolved, but following this time toreflect | have some some actions |
can take forward to ensure a real resolution that will be created within the team and notjust me in
silo. (Gibbs 1988).
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What could | have done better
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CIPD

The CIPD professional map allows me to map across my behaviours and valuesin terms of principles
led, evidence based and outcomes driven. Part of the core knowledge is around digital working, so |
know that other colleaguesin the team should be working on getting this digital skill up to date as
part of their profession progression. Whilsti have demonstrated other core behaviours as perthe
map above, | think that i had displayed some behaviours that were notinclusive in my approach.

As iteam ithink we would benfitfrom group refelction spaces more Ashby, C. (2006

I think | could have fromthe onsetsupported colleagues better by investing time in showing them
properly how to use the systems. lalsounderstand thatl like to be in control and have my way of
doingthingsasit is comfortable and familiarto me. This has feltlike asafety netto me as the new
roleisstill being carved out. Therefore upon reflection, | think i should also show more patience for
othersand rememberthatalot of new technology, the way they learnis differentto my own style
of learning.

| realised that | was the type of person who like to help theirteam, and saw my quick fix ways as
supportingthe team, wheninfact| was allowingthem to become dependant on me and my skills
instead of empoweringthem to do things themselves. | should have also consulted them on what
they would like to see and do with regards to processes and programmes and included them more in
the design/decision makings aspects.



Conclusion

In conclusion, | According to academics, my generationis classed as a ‘digital native’, which means|
am more fluentin digital tech talk, programmes and platforms. recognising the generational
differencesisimportant butithink what would make more impactto go back to show that digital
skillsand workingis part of our professional framework, and use the framework asatool for
discussiontodrive the team forward. As | am striving for Chartered membership | should be working
and at the strategiclevel toinfluence change.

Action to take

¢ Include workingdigitallyin our next PADR sessions and group reflections
e Reflectasateam onthe workalready been carried out overthe last 6 months
e  Work on myown ability to workinclusively

e Readthe CIPD'sthought piece 'Don'tleave technologyin the hands of technologist'.
Consider how you may collaborate more effectively with yourtechnology colleaguesasa
result,and how you can bring the people perspectiveto technology-enabled people
practices.

References

e Jan (2022)https://hduhb.nhs.wales/about-us/your-health-board/board-meetings-
2021/board-agenda-and-papers-27-january-2022/agenda-and-papers-27-january-
2022/appendix-4-hywel-dda-university-health-board-key-workforce-findings/#:~:text=Our
workforce of approximately 14%2C300,Carmarthenshire%2C Ceredigion%2Cand
Pembrokeshirel. Accessed March 22nd 2022

e Ashby, C.(2006). The benefits of reflective practice. Practice Nurse, 32(9), 35-37.

e COVID-19: Information forindividuals and businesses in Wales - GOV.UK (www.gov.uk)
Accessed March 22nd 2022



e learning-handbook-action-learning-sets.pdf (england.nhs.uk)®> Accessed march 22nd 2022

¢ Gibbs, G. (1988). Learning by doing: a guide to teachingand learning methods. Birmingham:
SCED.

Shttps://www.england.nhs.uk/improvement-hub/wp-content/uploads/sites/44/2015/08/learning-handbook-
action-learning-sets.pdf




